This study is a preliminary research aimed at developing a contingency model to examine the influence of organizational factors of culture, structure, and strategy on organizational performance. It is based on the responses of 91 managers from 63 companies in Sri Lanka. Research findings indicate that the relationships among members, speed of decision making, product strategies, creativity and innovativeness, quality of employees and technology, and strategic dynamism are significantly different among successful and unsuccessful organizations. Regression results showed that the return on investment was influenced by cultural, structural and strategic variables. (Wilkins & Ouchi, 1983; Gorden & DiTomaso, 1992; Dowling, 1993) , structure (Reimann, 1974 , Beamish, Karavis, Goerzen, & Lane, 1999, strategy (Kotha & Nair, 1995; Mukherji, 1998; Hoang, 1998; Lee & Miller, 1996) , strategy -structure fit (Hamilton & Shergill, 1992) , and strategy -environment fit (Miller, 1991) . Some recent research reported that deviation from fit prior to changes in environment proved to be profitable for savings and loan associa tions (Pant, 1998) . The research results reported here will attempt to explain the synergy effect of organi zation culture, organization structure and organiza tion strategy on the financial performance of an organization, as a step towards the empirical valida tion of the congruence of the above mentioned organizational factors.
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Organizational Culture H » e^fTi4*4^^16^m3J sharing interpretations of events. It is the underlying mechanism, which helps structure of the organiza tion implement the strategy, and considered as a bridge between organizational behavior at the opera tional level and its strategic management of the corporation. (Morgan 1993) . The organization cul ture impacts many aspects of the organization in cluding structure, role expectations and job, how to act on the job, how to solve problems, who makes decisions in various situations, how to behave to ward co-workers and supervisors, and industry norms and practices (Hofstede, Neuijin, Ohayu & Sanders 1990 ). Dowling (1993) has postulated that if an organization possesses a "strong" culture, then it will perform a higher level of productivity. A strong culture enables people to feel better about what they do, so they are more likely to work harder. Successful organizations appear to have strong cultures that attract, reward and hold the allegiance of people who are performing roles to meet goals. Smircich (1983) says that much of the literature on organizational culture appears to loose sight of the likelihood that there are multiple organizational sub-cultures. Bates.Amundson and Schroeder (1995) claim that a well aligned and implemented manufac turing organization was found to coexist with a clan oriented organizational culture. Wilkins and Ouchi (1983) have claimed that the organization that develops a distinct local culture or clan will have significant performance, but only under certain conditions. They believe that if there is a long history and stable membership in the absence of institutional alternatives, and if there is enough interaction among members, then it will develop a strong culture within the organization. That culture assumes to have a general paradigm and the perception of the goal congruence.
A substantial number of research can be found on the concept "strong" culture (Pascale 1985; Morgan 1993 ). Gorden and DiTomaso (1992) , investigated the relationship of culture strength and two cultural values; adaptability and stability with corporate performance. They found that, strong culture, adapt ability and stability are associated with better per formance. Marcoulides and Heck (1993) 
Organizational Structure
Organizational structure which responds to dy namic environments is featured by what Burns and Stalker (1961) labeled "organic". It gives an organi zation a life of its own, one that is independent of its specific participants. The structure can be designed and used to produce intended outcomes (Carroll & Hannan 1995) . In other words, it is the means of implementing strategies (Hann 1991; Saleh and Wang 1993) . Three decades ago, Organization Struc ture was defined by Chandler (1962) , as the design of organization, through which the whole enterprise is administered. This design includes the lines of authority and communication between the different administrative offices and officers, and the informa tion and data that flow through these lines of com munication and authority.
Much organizational theory consists of identifying and analysing abstract characteristics of decision-making and other organ izational structure components. Those typically involve an organization's division of labour, author ity system, group activities, and information flows.
Organizations are often characterized in terms of their complexity, level of formalization, and degree of centralization. According to the previous research findings, complex organizational structure is poten tially associated with better performance (Golden 1992) . The larger firms seem to be growing faster 228- than others (Hamilton and Shergill 1992 (Miller 1988; Miller 1991; Lee & Miller 1996) . A research by Kotha and Nair (1995) found that both strategy and environ mental variables are related to firm profitability, and only environmental variables are associated with firm growth in Japanese machine tool industry.
They measured the realized strategy using the vari ables of cost efficiency, asset parsimony, differentia tion, and scale/scope. They recommended that future studies on a "fit" between strategies and environmental conditions to consider possibilities that the fit may lead to superior corporate perform ance. Therefore we assume here as, H5. Organizations which concern about quality, cost control, creativity and innovativeness more will have higher performance.
H6. Organizations which have diversified product
/market strategies will have higher performance.
Theoretical Integration
As highlighted in the introduction, there have been many investigations done by contingency theorists.
An underlying assumption of the contingency view is that there should be congruence between the organization and its environment, and among the various subsystems (Nightingale & Toulouse 1977 ).
An appropriate fit between the organization and its environment, and an appropriate organizational design will lead to a greater effectiveness, efficiency and participant satisfaction (Kast and Rosenzweig 1985) . Many research tried to derive a fit between either structure or strategy with the "environment".
Environment covers a rather broad scope. To a larger extend it is uncontrollable and organizations need to adjust accordingly. The "culture fit" is something more important but seriously neglected. This study takes a configurational approach to organizational culture, structure, and strategy for goal congruance.
Configurations are "tight constellations of mutually supportive elements" (Miller 1986 
mnmn¥mi6mmz-
shared values, and skills must be in the same direc tion (Scholz, 1987) .
The research findings in this arena are diverged or contradictory. Miller (1991) found that the match between strategy and the environment was posi tively related to financial performance, and was unable to find structure -environment match. Hamilton and Shergill (1992) made an attempt to find out the effect of fit between strategy and struc ture for better performance, and concluded that, the
Chandler's strategy-structure thesis can be extended to the behavior of New Zealand companies. The reported differences were statistically significant proving that strategy is influencing the switch from functional to divisional structures in New Zealand. Birkinshow and Morrison (1995) used a configurational approach to explore the strategystructure relationship and its influence on perform ance in subsidiaries of multinationals.
In a research on corporate performance and organ izational characteristics, Varadarajan and Ramanujam (1990) defined superior companies are those that have higher rates of return on total capital and higher sales growth. The performance in supe rior companies is associated with a broad product line accompanied by geographic diversity, an empha sis on planning coupled with sound financial controls and reporting systems, a high level of commitment to products and process innovations, investment in modernization of manufacturing facilities, a reputa tion for superior quality and customer service, and progressive human resource management practices.
Goldsmith and Clutterbuck (1984) compared 23 excellent and specified troubled companies in UK.
They found that troubled companies lacked some or most of the characteristics that made the excellent companies highly successful. The troubled compa nies had characteristics such as centralized bureauc racies, ineffective controls, lack of employee partici pation, little creativity, low level of concern for the customers, and a lack of integrity. Kawanishi (1997) followed a different approach to explain strategystructure relationship. He discussed about the interorganizational strategy and structure relationship. Everything was changed dramatically in private organizations due to the threat arising from better quality foreign imports. Due to strategically ad vanced approaches in internationalization, solid and well-managed companies surfaced in Sri Lanka. We sampled some of those companies in this research.
Questionnaire Design
Many experienced researchers viewed as the structured questions produce more relevant and comparable responses (Rosenthal and Rosnow 1991) . This approach requires less time to answer, and the answers are easier to quantify. Therefore, the questionnaire was designed only to have structured questions. When a question requires a response to the complex and abstract issue, a central tendency bias is likely to occur. To avoid this bias, only four-point scales were used instead of five-or seven-point scales.
The questionnaire was reviewed by professionals and practitioners, and pre-tested by interviewing managers who were the participants of a MBA program at the university of Sri Jayewardenepura in Sri Lanka.
Construction, Distribution and Collection of the Questionnaire
The data used to test the hypotheses were collected from managers working for a randomly selected Table 1) .
Some of the companies in the sample are fullydecentralized plants or profit centres of multibusiness companies (Lee and Miller, 1999) . We included them into our data set. The sample covers the sectors of bank, finance and insurance (6); bever age, food, and tobacco (3); construction and engi neering (1); footwear and textiles (3); hotels and travel (11) ; investment trusts (1) All respondents were promised strict anonymity and confidentiality to insure candid responses given the sensitive nature of information being requested.
Telephone calls were given as notification before collection. At the time of analysis, 91 answered questionnaires were recovered constituting a re sponse rate of 45.5 percent.
Measurement Devices
We have chosen the dimensions from the existing m'rfm®¥mim%z- Lau & Ngo, 1996; Lee & 1999 Miller, 9) Satisfaction of being a member of the group Lau & Ngo, 1996; Lee & Miller, 1999 10) Complexity of structure Reimann, 1974; Miller, 1986; Miller, Marcoulides & Heck, 1993  11) Practical authority delegation Reimann, 1974; Miller & Toulouse, 1986; Miller ,1991 12) Classified job descriptions Miller, 1991 13) Speed of communication Reimann, 1974; Miller, 1986; Marcoulides & 1993 Heck, 14) Decision making Reimann, 1974; Miller, 1986; Marcoulides & 1993 Heck, 15) Size of capital investment Hoang, 1998; Beamish et. al, 1999 16) New product introduction Miller, 1991; Hoang, 1998 17) Product differentiation Miller, 1991 18) Target achievement Miller & Toulouse, 1986 19) Product quality Miller, 1986; Miller, 1991 20) Waste control Miller, 1991 21) Creativity and innovativeness Miller & Toulouse, 1986 22) Advancement in international strategies Miller, 1986 23) Nature of strategies Miller, 1991 24) Attitudes towards organizational change Miller, 1986 international strategies, exposure to international market, corporate identity, nature of strategies, long term planning, and attitudes towards organizational change are used as measures of strategic dimensions. (~p<0.001, "p<0.01, *p<0.10) (a) for scales, "4" = always, "3" = many times, "2" = sometimes, 'T' = not at all (b) for scales, "5" = very friendly, "4" = somewhat friendly, "3" = somewhat hostile, "2" = very hostile, "1" no labor unions (c) for scales, "4" = fairly wet, "3" = somewhat wet, "2" = somewhat dry, "1" = fairly dry (d) for scales, "4" = fairly group oriented, "3" = somewhat group oriented, "2"=somewhat individual oriented, "1" = fairly individual oriented (e) for scales, "4" = very high, "3" = somewhat high, "2" = somewhat low, "l" = not at all 
Survey Results and Analysis
To analyze group differences further, nonparametric tests and a regression analysis were used.
In HI, we hypothesized that the successful compa nies have free and open organizational culture. As Table 3 shows, t-test results prove this hypothesis to be untenable. There is a significant difference in the mean of new idea proposals at the 10% level, but in (a) for scales, "1" = functional, "2" = divisional, "3" = matrix, "4" = profit centres, "5" = other (b) for scales, "4" = very high, "3" = somewhat high, "2" = somewhat low, "l" = very low (c) for scales, "l" = no, "2" = yes (d) for scales, "4" = always, "3" = many times, "2" = sometimes, "l" = not at all (e) for scales, "4" = fairly long, "3" = somewhat long, "2" = somewhat short, "l" = no time for meetings (f) for scales, "l" = less than Rs.lOO.m, "2" = between Rs.lOOm to Rs.l.OOOm., "3" = more than Rs.l.OOOm., According to t-test results in Table 4 , there is a significant difference in the speed of decision-making at the 10% level, showing a somewhat high decision making speed in the successful companies. We failed to prove our H4, in which successful companies are predicted to do group decision-making at corporate and functional levels. None of the variables related to group decision-making was found significantly different. H5 was on product strategy and innova tion. We assumed that successful companies are quality-and cost-concerned, and also more creative and innovative than unsuccessful companies. In H6, we hypothesized that successful companies have product/market diversification strategies. As shown in Table 5 , it was found that nine out of (***p<0.001, **p<0.01, *p<0.10) (a) for scales, "4" = always, "3" = many times, "2" = sometimes, "l" = not at all (b) for scales, "l" = no, "2"= yes (c) for scales, "4" = very high, "3" = somewhat high, "2" = somewhat low, "1" = very low (d) for scales, "1" = static, "2" = dynamic (e) for scales,, "4" = more than 10 years, "3" = 7 to 8 years, "2" = 4 to 5 years, "1" = 2 to 3 years innova. = innovativeness. Inter. = international companies. Unsuccessful companies have qualified people, creativity and innovativeness in products and marketing, and more dynamic strategies. Multiple regression analyses were conducted to evaluate the influence of ten culture variables, fifteen structure variables and twenty one strategy vari ables on the organizational performance in success ful and unsuccessful companies. A step wise regres sion method was conducted to identify a set of variables contributing to explain the performance differences.
Three performance variables were used as depend ent variables: an average net profit growth rate, return on investment and an average sales growth rate. Table 7 shows the results of step-wise regression analyses.
As shown in the 
Conclusion
The objective of this research was to empirically evaluate the relationship between organization culture, structure and strategy with their perform ance. In addressing this objective moderate support was found. To a large extend, the findings reported here must be regarded as preliminary. The results supported the argument that there are significant differences in cultural, structural and strategic factors in successful and unsuccessful organizations. closer to Miller's (1991) than Hamilton and Shergill's (1992) . Research findings by Lee and Miller (1999) showed that return on assets was strongly and positively influenced by interaction of organization's commitment to its employees and cost leadership, marketing differentiation and innovative differentia tion strategies. They found findings in Korean com panies, in which they believe the organization cul ture is group-oriented, self-motivated and well look after by their organizations. We found that Sri
Lankan organizations are more individual-oriented and unable to maintain culture-driven strategies.
It is important to understand the result of this study with some limitations. One of concerns is that mainly one manager from each company was asked to represent the organization in responding the questionnaire. Therefore, there may be a bias in some information. On the other hand, the fact that respon 
